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effective delivery of the equality and 
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the senior leadership team to the 
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1
Introduction

Introduction



This document provides 
an explanation of how 
and who will support the 
effective delivery of the 
equality and inclusion 
agenda. This requires 
everyone to own and deliver 
this strategy, from the senior 
leadership team to the 
cleaner on the ward. 

There are several requirements to 
report equality information to NHS 
England & Improvement which are 
included within the strategy but 

these reports are also published on 
the Trust’s website which makes 
them available to the wider public. 

The Trust will also strive to improve 
relations between people through 
education, support networks, 
audits and through targeted 
campaigns to improve awareness 
or, in some cases, provide positive 
action. This work complements the 
Trust’s values.

5Equality & Inclusion Strategy 2020 - 2023



Our Values
Care + Compassion
We see the person in every patient, communicating 
with honesty and compassion. We listen and act on 
feedback to ensure outstanding care. 

Inspiration + Innovation
We welcome new ideas and use our initiative to solve 
problems together. We value learning and research to 
improve services. 

Working Together
We work to create a positive team spirit, recognise 
achievements and celebrate success. We are open, 
inclusive and want to continually improve. 

Pride + Achievement
We take pride in our work and always go the extra 
mile. We lead by example and ensure quality is at the 
heart of all we do. 

Trust + Respect
We respect and consider other people’s views 
and feelings. We seek consensus and respond to 
situations professionally and calmly.
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The Trust aspires “to provide 
brilliant care to One + All”. 
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2
Journey to 
Providing 
Brilliant Care

Journey to Providing Brilliant 
Care

8 Equality & Inclusion Strategy 2020 - 2023



At Royal Cornwall Hospital NHS 
Trust (RCHT), we aspire to provide 
Brilliant Care to One + All.

Our Vision

Goal 1
Brilliant Care

 

Always providing 
safe, effective and 

compassionate care, 
where we listen and learn 

to provide an excellent 
patient experience and 
reduce avoidable harm

Goal 2
Brilliant People

 

Working together in a 
supportive environment 
to attract, develop and 
retain brilliant people 

Goal 3
Brilliant Improvement 

Instilling a culture of 
quality 

improvement where 
everyone feels 

empowered to make 
changes for the benefit of 

our patients

Care + Compassion, Inspiration + Innovation, 
Working Together, Pride + Achievment,  

Trust + Respect

Aspiring to provide Brilliant Care to One + All

To deliver our vision, we have developed three key strategic 
goals, all of which are underpinned by our values:
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What does our Clinical Strategy 
mean for patients?

.3
National 
Context
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The Act primarily focuses on the 
nine protected characteristics of: 
The Equality Act 2010 places a 
General Equality Duty on all public 
bodies to publish the equality data 
(the below characteristics) of the 
people who use their services and 
the workforce who provide those 
services. 

This is designed to help identify 
if there are any groups who are 
not accessing services, resulting in 
poorer health outcomes; and that 
the workforce is reflective of the 
local community. This information 
is included in the annual equality 
report which the Trust must publish 
on its website to make it accessible 
to the wider public. 

The Equality Act was introduced to 
simplify and harmonise the  
anti-discrimination law that 
previously existed to protect 
individuals from unfair treatment 
and to promote equality. 

The Workforce 
Race Equality 
Standard (WRES) 
must also be 
published on an 
annual basis.

The Equality Act 2010 places a 
General Equality Duty on all public 
bodies to publish the equality data 
(the above characteristics) of the 
people who use their services and 
the workforce who provide those 
services. 
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The Act primarily focuses on the nine protected 
characteristics of: 

Sex

Religion/Belief

Ethnicity

Age

Transgender

Sexuality

Civil Partnership/Marriage

Impairment

Pregnancy/Maternity

The Act also requires that individuals or groups who experience 
health inequalities should be considered, such as: 

 ➔ People who are  homeless
 ➔ People who are long-term unemployed
 ➔ People who live in poverty 
(this is not the total list of groups we need to consider)

1
2
3
4
5
6
7
8
9
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This is designed to help identify 
if there are any groups who are 
not accessing services, resulting in 
poorer health outcomes; and that 
the workforce is reflective of the 
local community. 

This information is included in the 
annual equality report which the 
Trust must publish on its website 
to make it accessible to the wider 
public. 

To further support equality NHS 
England has introduced multiple 
standards which the Trust needs 
to provide evidence of compliance 
with, these can also be accessed on 
our website.
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The Workforce Race 
Equality Standard (WRES) 

Must also be published on an 
annual basis. This compares the 
data of the Trust’s Black and 
Minority Ethnic (BME) staff to 
White British staff on nine different 
metrics to determine if there is any 
inequity between the two groups 
for things like recruitment, career 
progression and diciplinaries. 

The Workforce Disability 
Equality Standard (WDES) 
similarly compares the data of 
staff with a declared disability with 
staff who do not have a disability 
to establish if there are any 
differences in experience.

To further support 
equality NHS 
England has 
introduced multiple 
standards which 
the Trust needs to 
provide evidence of 
compliance with, 
these can also be 
accessed on our 
website.
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The gender pay gap is also 
reported yearly to highlight 
if there are any differences 
in pay based on gender. 

This is different to equal pay, where 
women and men must earn the 
same for doing the same job or 
a similar job; the gender pay gap 
is calculated by looking at the 
average the hourly pay for women 
and comparing it to mens to 
establish if they are the same. If the 
males average hourly rate is higher 
there is a gender pay gap.

The Equality Delivery System 
(EDS2) is a tool which supports 
the Trust to review and improve 
their performance for people with 
characteristics protected by the 
Equality Act 2010. The EDS2 tool 
contains eighteen metrics covering 
patients, staff and leadership. 

Evidence is gathered for each 
metric and judged by the relevant 
stakeholder group who awards a 
rag-rated grade.

The Public Sector Equality Duty of 
the Equality Act also requires the 
Trust to prepare and publish one 
or more equality objectives that 
will help improce equality and 
inclusion. 
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The Accessible Information 
Standard was introduced by NHSE 
in 2016 and requires all NHS 
organisations to collect information 
about patients and their carers 
communication needs, record 
this on their records, provide 
information in their preferred 
formats and share this information 
with other care services. 

Currently the Trust is unable to 
consistently comply with this 
standard as we are waiting for a 
new patient administration system 
which will enable us to store and 
see the communication needs of 
patients and their carers.

Overseen by EISG Group

Annual
Equality 
Report

WDES WRES

Inclusion

EDS2

Equality
Objectives

Gender 
pay gap

Public

Consultation 
necessary 

with...

Workforce

Accessible
Information

Standard

Consultation is a 
requirment of EDS2
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The gender pay gap is 
also reported yearly to 
highlight if there are 
any differences in pay 
based on gender. 

17Equality & Inclusion Strategy 2020 - 2023



In 2019 the Trust provided 
evidence to meet the 
requirements of level 3 
Disability Confident Leader. 

This scheme was introduced by the 
Department of Work and Pensions 
as a replacement to the previous 
“Two Ticks” system in 2016.

The Disability Confident scheme 
aims to help employers make the 
most of the opportunities provided 
by employing disabled people. It is 
voluntary and has been developed 
by employers and disabled people’s 
representatives.

The scheme has 3 levels that 
have been designed to support 
businesses on their Disability 
Confident journey. Employers must 
complete each level before moving 
on to the next and the Trust has 
worked hard to advance through 
the three levels to reach Disability 
Confident Leader in the last three 
years.

How did we achieve this? 

A work-placement scheme has 
been running since 2014 in 
partnership with the Job Centre. 
Similar to the placement scheme 
for young people, this provides 
eight week work placements 
within the hospital for people who 
are long term unemployed due to 
an impairment, health condition 
or other reason. This enables them 
to gain confidence and skills and 
update their CV. This scheme has 
been very successful with a large 
number being accepted on to the 
Trust’s Kernowflex bank or finding 
other paid employment.

Diability Confident 
Leader status achieved 

in summer 2019

Achievments so far
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Work placements for 
students with a learning 
disability

The Trust works in partnership 
with Truro and Penwith College 
to provide work placement 
opportunities for students who 
are enrolled on an Employability 
Skills Course. The students gain 
experience of the workplace for 
two days a week for a whole year. 
The students are supported by their 
college tutor and the team they are 
placed with.                                                                             

Patients who are 
homeless 

A multi-agency bid for Government 
funding was awarded in 2014 to 
improve the health outcomes for 
the homeless. 

This funded the post of a 
“homeless patient advisor” which 
enables patients to have their 
housing needs assessed when 
admitted to hospital and where 
necessary the advisor arranging for 
appropriate accommodation on 
discharge. 

This project continues to be highly 
evaluated and has now acquired 
permanent multi-agency funding 
and the post continues to be 
hosted by the Trust. 

This is an excellent example of 
partnership working between 
health, the Council and housing 
which results in improved 
health outcomes for patients by 
supporting a timely discharge into 
accommodation enabling access 
to continuing healthcare in the 
community. 

The Disability 
Confident scheme 
aims to help 
employers make 
the most of the 
opportunities 
provided by 
employing disabled 
people.
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Introduction of the 
Rainbow badge initiative

The Rainbow Badge initiative gives 
healthcare staff a way to show that 
their place of work offers open, 
non-judgemental and inclusive 
care for all who identify as LGBT+ 
(lesbian, gay, bisexual, transgender, 
the + simply means inclusive of all 
identities, regardless of how people 
define themselves). 

The Rainbow Badge initiative is a 
way for NHS staff to demonstrate 
that they are aware of the issues 
that LGBT+ people can face when 
accessing healthcare (including 
poorer health outcomes).

The badge itself is intended to be a 
simple visual symbol identifying its 
wearer as someone who an LGBT+ 
person can feel comfortable talking 
to about issues relating to sexuality 
or gender identity. It shows that 
the wearer is there to listen 
without judgement and signpost to 
further support if needed.

As a step further we 
intend to educate 
staff how to sign post 
people to get further 
advice and information 
to support them.
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Almost 5,000 staff have signed 
up to this initiative and wear 
the badge to show patients, the 
public and colleagues that they are 
inclusive of all sexual orientations. 

As a step further we intend to 
educate staff how to sign post 
people to get further advice and 
information to support them.

The badge itself 
is intended to 
be a simple 
visual symbol 
identifying its 
wearer
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4
How are we 
going to 
achieve the 
Strategy?

How are we going to achieve 
the Strategy?
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Education 

 ➔Workforce equality related 
training

 ➔ Patient information leaflets

Methods of Delivery at a Glance: 

Initiatives 
 

 ➔ Rainbow badges scheme
 ➔ Sunflower lanyards

 ➔ Patient and staff forums

Consultations 
 ➔ Public engagement

 ➔ Staff networks

Future Initiatives 
 ➔Continue to improve 
accessibility of services

 ➔Consider introducing reverse 
mentoring for senior leadership

Improve Patient Data 
 ➔ Provide explanation through 

leaflets and posters

Published 
 ➔Annual Equality Report 

including WRES, WDES and 
Gender pay gap

Improve workforce 
data 

 ➔Continually targt staff with 
blank fields in ESR

 ➔ Education

Reports 
 ➔ EDS2

 ➔ Equality Objectives
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Workforce equality 
related training

Patient information 
leaflets

Education

Regular 
Transgener 
awareness 
sessions

Social media

Resources 
available on 

website

Awareness raising 
campaigns

Equality impact 
assessment sessions

Reasonable 
adjustments training

Workforce 
education

Workforce

Patients
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Public Engagement

Consultation specifically related to 
the evidence for EDS2 outcomes 
will take place with members 
of the public (patient related 
outcomes) and staff (staff related 
outcomes). 

This will ensure that the grades 
awarded are fair. We also intend to 
continue to engage with external 
organisations in order to assess 
each other’s leadership outcomes 
of the EDS2. This will ensure 
the grades awarded to both are 
transparent and  fair.

Staff Networks

As an employer it is vital that 
the workforce feel supported 
and consulted as this will have a 
positive effect on patient care. 

A “happy workforce” is proven 
to provide improved patient 
experience and care. There are 
various ways in which the Trust 
informs and consults the workforce  
but to ensure that minority groups 
voices and needs are considered 
the Trust has introduced a number 
of staff networks.

Public engagement

Staff networks

Consultations

A “happy workforce” 
is proven to provide 
improved patient 
experience and care. 
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Patient and staff forums

We plan to engage our 
stakeholders by introducing a 
patient forum and a staff forum. 

This will enable the Board to fully 
understand what is important 
to each group and to engage 
in full co-production of services 
with an engaged and supported 
workforce.

People are integral 
to the services we 
provide and this 
is recognised as a 
vital component to 
“Brilliant” care.

LGBTQ
Public Sector

Forum

Disability
Advisory Team

Minority
Ethnic 
Group

Women's
Network

Carer's
Support
Network
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Sunflower Lanyards

We plan to introduce sunflower 
lanyards for patients who have 
an invisible disability to raise 
awareness of their additional 
needs. This will require training 
for our staff so they know how 
to respond. This training will be 
delivered within their annual 
mandatory training.

The Hidden Disabilities Sunflower 
Lanyard has been purposefully 
designed to acts as a discreet 
sign that the wearer has a hidden 
disability and requires additional 

assistance. It has become the 
established symbol for hidden 
disabilities in the UK and has been 
successfully introduced to several 
major UK airports, supermarkets, 
railway stations and sports venues.  

Accessibility of services

We will continue to work on 
improving the accessibility of 
services to the public, this includes 
the provision of accessible 
information.

Introduce a Patient 
Forum

Establish a patient forum for 
members of the public to advocate 
for the wider publics needs when 
accessing our services. This panel 
will be selected to represent our 
diverse community so that all views 
are gathered.
Improve the quality of information 
we have for people

Ensure everyone understands why 
we ask for personal information, 
what we need it for and how it 
benefits people to share this.

Continue to improve 
accessibility of services

Sunflower lanyards 
introduced

Introduce patient and 
staff forums

Future Initiatives
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5

Measuring Success

Measuring 
Success
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We will regularly monitor 
equality progress over the 
lifespan of this strategy 
to ensure that we provide 
services we are proud of 
and that meet the needs of 
the people who use them. 

We will also check that our people 
feel valued and happy to work here 
and don’t feel excluded because 
of what they look like or how they 
choose to live.

For our people we will 
specifically focus on:

 ➔ reducing the gender pay gap 
from 9.4% to 8%  

 ➔ reducing the number of BME 
staff completeing the National 
Staff Survey who say they have 
been   bullied by colleagues from 
23% to 18% in the next 3 years 

 ➔ Increase the number of BME 
staff in band 6 & 7 roles from 30 
to 40 

 ➔ Reduce the number of staff 
who do not declare if they have 
a disability or long term health 

condition or not from 14.9% to 
10% 

 ➔ Reduce the number of staff 
with a disability completing the 
staff survey who say they have 
been bullied by a colleague from 
28.1% to 25% 

 ➔ to introduce a staff Council 
which will be representative of 
a diverse workforce to enable 
better communication from the 
Board to staff. This will be in 
addition to the staff networks 
which already exist as those 
networks have a specific rather 
than general remit. 

 ➔ refresh the Equality Delivery 
System (EDS) staff related 
outcomes and aim to improve 
the grading that was awarded in 
2018. 
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For patients:  
We will:

 ➔ improve the ability to provide 
accessible information to 
patients and their carers, the first 
time and every time. This action 
awaits the introduction of a new 
Patient Administration System 
which will have the functionality 
to reliably highlight patient 
needs that can then be actioned. 

 ➔ introduce the use of sunflower 
lanyards for patients with 
hidden disabilities and train our 
staff to recognise and respond 
appropriately

 ➔ establish a patient forum for 
members of the public to 
advocate for the wider publics 
needs when accessing our 
services. This panel will be 
selected to represent our diverse 
community so that all views are 
gathered. 

 ➔We will revisit the patient 
related Equality Delivery System 
outcomes and improve the 
grading’s which were awarded 
in 2018.

We will also check 
that our people feel 
valued and happy to 
work here and don’t 
feel excluded because 
of what they look like 
or how they choose 
to live.
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Starting on our journey to be 
brilliant for care, brilliant for 
improvement and brilliant for 
our people.
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